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Post-factual / Post-truth era



THE WORLD KEEPS

CHANGING

EVERY DAY.



C O N T E X T  ·  W H E R E  W E  C O M E  F R O M

We have lived in a VUCA world.

V
Volatility

The nature and dynamics of 

change — and the speed of 

change forces and catalysts.

U
Uncertainty

The lack of predictability, the 

prospects for surprise, and 

the sense of awareness of 

issues.

C
Complexity

The multiplex of forces, the 

confounding of issues, no 

cause-and-effect chain.

A
Ambiguity

The haziness of reality, the 

potential for misreads and 

mixed meanings of 

conditions.



J A I M E  C A S C I O  ·  2 0 2 0  ·  T H E  N E W  R E A L I T Y

This is not VUCA.

This is BANI.

B
Brittle

Robust-looking systems snap 

without warning. No gradual 

decline — just sudden 

collapse.

A
Anxious

Every choice feels urgent. 

People freeze, over-react, or 

avoid deciding altogether.

N
Non-linear

Small inputs, unpredictable 

outputs. Effort ≠ result. 

Causality hides from you.

I
Incomprehensible

You can't fully understand 

what's happening. Neither 

can your stakeholders. 

Neither can HQ.

New compass: not certainty — clarity. About what you stand for, what you're moving, who you need.



T H E  B A N I  F R A M E W O R K

Challenge Leadership Shift

Brittle: Systems break under pressure Build resilience & slack (financial, 
operational, IT)

Anxious: Uncertainty breeds fear Foster empathy & psychological safety

Nonlinear: Causes & effects are 
disconnected

Develop context & flexibility to adapt fast

Incomprehensible: Too much data, no 
clear answers

Use transparency & intuition to make 
decisions



B A N I



B A N I



B A N I



B A N I



A I  &  T H E  F U T U R E  O F  T H I N K I N G

The use of AI will lead to the

commoditization of thinking.

For the last 3 months, even 4–5 hours a day exploring AI tools...

Individual personal discipline will be important for conscious 

escapes from the comfort of AI.





Y O U R  V A L U E  I N  T H E  A I  E R A

“
"your value is not 

what you know,

but what you share"







T A K E A W A Y

“
"Don't fight chaos,

dance with it."



A R V A L  S K  ·  H E A D S  O F  ·  M O D U L E  3  ·  B R A T I S L A V A  ·  J U N E  2 3 ,  2 0 2 6

Influence
Labs
The moment your title stops being enough —

that's when leadership actually starts.

N O  F O R M A L  A U T H O R I T Y

M A T R I X  R E A L I T Y

R E A L  T O O L S  ·  R E A L  
C A S E S



P A R T  ·  G R O W T H  M I N D S E T

GROWTH

MINDSET



R E S P O N S I B I L I T Y  &  R E S P O N S E

EVENT = OUTCOME



“ Responsibility is the ability to

choose our response to any

circumstance or condition.

— Stephen Covey



M I N D S E T  ·  B A R R I E R S  V S .  H O R I Z O N S

We either build barriers... or we expand horizons.

BARRIERS

that's how it's always done here...

Give me a break with all the new 

stuff…

there's no other way...

HORIZONS

Hmm, what else...?

You can use this for that...

Hey, I was thinking...

K N O W N     ·     K N O W A B L E     ·     U N K N O W A B L E



C I R C L E S  O F  I N F L U E N C E

What do you have impact & influence on?

I DECIDE, CONTROL, BEHAVE I CAN INFLUENCE I CANNOT INFLUENCE



3  T Y P E S  O F  R E A C T I O N

Change.

Accept.

Leave.



“
Responsibility is something 

that we can see and learn.

Responsibility is a mental state.

We call it leadership mindset.



I N S I D E  O U T  →  O U T S I D E  I N

THE GROWTH MINDSET

How we can learn

to fulfill our potential









M I N D S E T  ·  C O N T E X T

Victim vs. Leader Context

V I C T I M

Language: "I must", "we have to"

Silo mentality

— Disconnection from discussion

— Us vs. them alliances

— Values over facts

Self-pity ("Why me?")

False compromises, not speaking up

L E A D E R

Language: "It is important", "We will do 

our best"

"Do it together" mentality

— Stays connected to reality

— Seeks facts over gossip

— Asks clarifying questions

Focuses on own reactions & contribution

Open, direct, transparent



G R O W T H  M I N D S E T  ·  5  P R A C T I C E S

How can we cultivate

growth mindset?



G R O W T H  M I N D S E T  ·  P R A C T I C E  1

1. Acknowledge Your Weaknesses

You're not perfect. You have certain things 

that hold you back. There is nothing wrong 

with that. But if you want real change, you 

have to start here.



G R O W T H  M I N D S E T  ·  P R A C T I C E  2

2. Do What Works for You

What's the best way to learn for you? Which 

exercises do you enjoy most? What works 

for others may not work for you. Don't mind 

if it means going slower.



G R O W T H  M I N D S E T  ·  P R A C T I C E  3

3. Every Challenge Is an Opportunity

Challenges make us uncomfortable. 

Discomfort pushes us to grow. When tasks 

get hard, don't give up. It's not how fast you 

achieve — it's the journey.



G R O W T H  M I N D S E T  ·  P R A C T I C E  4

4. Stop Seeking Approval

Stop worrying about what other people 

think. Focus on your own progress. Don't 

waste energy on others' approval. The only 

approval you need is yours.



G R O W T H  M I N D S E T  ·  P R A C T I C E  5

5
.
Focus on the Process, Not the Results

"Keeping your eye on the prize" stops you from learning in the moment. Take 

it slow. Celebrate small wins. In time, you'll go farther than you imagined.





EFFORT

TALENT

FLOW



F L O W  ·  T H E  F O R M U L A

EFFORT + TALENT = FLOW



T E A M  S E C T I O N

TEAM

IN FLOW



T E A M  ·  R E F L E C T I O N

TEAM IN FLOW

What does the Team in flow mean for you?





L E N C I O N I  ·  F I V E  F U N C T I O N S  O F  A  S U C C E S S F U L  T E A M

5 Functions of a Successful Team

TRUST Foundation of everything

CONFLICT Productive disagreement

COMMITM
ENT

Buy-in without consensus

ACCOUNTA
BILITY

Peer pressure, not top-
down

RESULTS
Focus on collective 
outcomes



T H E  L E N C I O N I  T E A M  T R I A N G L E

All teams are potentially dysfunctional!

Like it or not, all teams are potentially dysfunctional. This is inevitable because 

they are made up of fallible, imperfect human beings.

But the power of teamwork is immense. Fortunately, the causes of dysfunction 

are both identifiable and curable. Making a team functional requires levels of 

courage and discipline that many groups cannot seem to muster.







M E N D E L O W  ·  S T A K E H O L D E R  P O W E R  /  I N T E R E S T  M A T R I X

Not all stakeholders deserve equal attention.

High

P O W E R

Low

Low I N T E R E S T  → High

Keep Satisfied

High power · Low interest

Can block you silently. Manage 

proactively.

Manage Closely

High power · High interest

Your coalition core. Invest here first and 

most.

Monitor

Low power · Low interest

Minimal effort. Keep informed.

Keep Informed

Low power · High interest

Your best ambassadors. Activate them 

early.



S E C T I O N  ·  T R U S T

TRUST



S T E P H E N  M . R .  C O V E Y

T R U S T

“ The first job of a leader — at work or 

at home — is to inspire trust. It's to 

bring out the best in people by 

entrusting them with meaningful 

stewardship.
— Stephen M.R. Covey









D A V I D  R O C K  ·  N E U R O L E A D E R S H I P  I N S T I T U T E  ·  S C A R F

Resistance is not stubbornness. It's neurology.

S

Status

Feeling less 

capable or 

respected. 

Standardizing MY 

process = you 

know better than 

me.

C

Certainty

Uncertainty 

activates the same 

threat response as 

physical danger. 

Be explicit about 

what WILL stay the 

same.

A

Autonomy

Loss of perceived 

control. 

Centralization is 

inherently an 

autonomy threat. 

Give meaningful 

choices.

R

Relatedness

If you're perceived 

as HQ vs us, you're 

already fighting 

uphill. 

Relationship 

before 

transaction.

F

Fairness

Unfairness = 

neural circuits of 

disgust. Make the 

process 

transparent. Show 

the data.

Diagnostic: Before your next difficult conversation — which SCARF domain is most at risk for that specific person? Design your approach around reducing that 
threat first.



S E C T I O N

PSYCHOLOGICAL

SAFETY





L E N C I O N I  ·  E D M O N D S O N  ·  C O V E Y  ·  T R U S T

Trust is not a feeling. It's your operating license.

R E S U L T S

A C C O U N T A B I L I T Y

C O M M I T M E N T

C O N F L I C T

T R U S T  — F o u n d a t i o n

L E N C I O N I

Vulnerability-based trust — "I can admit I don't know. 

I was wrong. I need help."

E D M O N D S O N

People stay silent not because they don't care —

because speaking up feels risky.

C O V E Y
Low trust = everything slows, costs more, needs 

more oversight. In matrix orgs, trust compounds —

or depletes — faster than anywhere else.







P S Y C H O L O G I C A L  S A F E T Y  ·  Y O U R  D E F I N I T I O N S

HOW WOULD YOU DEFINE

PSYCHOLOGICAL SAFETY?

— Feeling safe to share your true opinions (without playing 

politics)

— Raise concerns, address risks — speak up even if not 

agreeing with majority

— Acting without expecting negative consequences

— Trust that I will not be fired back

— Feeling safe to make mistakes and take risks

— Good facilitation resulting in safe feeling that I won't 

hurt or be hurt



P S Y C H O L O G I C A L  S A F E T Y

Risking socially

Speaking up

Daring to ask

Expressing worries

Making mistakes

HOW WOULD YOU DEFINE

PSYCHOLOGICAL SAFETY?



C O N S T R U C T I V E  F E E D B A C K

Constructive feedback

is a way to speak up.



P S Y C H O L O G I C A L  S A F E T Y  ·  F E E D B A C K

WHY DO WE STRUGGLE

TO BE OPEN WHEN

GIVING CONSTRUCTIVE

FEEDBACK?



T H E  R E A S O N S

WHY DO WE STRUGGLE?

We do not want to harm our 

relationships

We are afraid of consequences

We crave peace and harmony



T E A M  E X E R C I S E

FISHBOWL EXERCISE

H O W  I T  W O R K S

Each participant gives feedback to every team member.

One person at a time. ~1 min positive, then improvement.

P R E P A R A T I O N

Prepare positive & improvement feedback on every person.

Be factual & non-judgmental. Use specific examples from last 

few months.

If you have no specific evidence — don't make anything up.



T I P S  O N  G I V I N G  F E E D B A C K

TIPS ON GIVING FEEDBACK

— Share observations of specific examples — avoid 
judgment or blame

— Be open — feedback based on what I see, feel, 
perceive

— Listen deeply — verify with questions

— Be detached from ego — be ready to be wrong

— Offer feedback as a gift — if necessary ask for 
permission

— Find a private place — never feedback in public



T I P S  O N  R E C E I V I N G  F E E D B A C K

— Listen deeply without interrupting — treat the 
information as a gift

— Turn the upset into a set up — take a pause 
before reacting

— Probe for understanding — ask for clarification

— Acknowledge the other person's point of view —
doesn't mean you agree

— Thank him or her — will maintain the line of 
communication

— Don't be afraid to ask for feedback proactively

TIPS ON GIVING FEEDBACK



B e f o r e  y o u  l e a v e  t h i s  r o o m

Who is the one person

you've been approaching

with the wrong tool —

and what would you do

differently tomorrow?
One name. One move. This week.



THANK YOU
B R A T I S L A V A  ·  2 3 .  6 .  2 0 2 6

6dacademy.com  ·  6dhub.cz  ·  petr.benes@6dacademy.com  ·  +420 724 844 318
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